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The staff development programs recommended through
literature and programs in actual practice in the state of
Washington were studied.

Thirty-two school districts

responded to a questionnaire based on important findings in
the literature.

The results showed strengths and weaknesses

in staff development programs.

This study did indicate that

staff development programs in the state of Washington had
many of the elements of effective staff development as set
forth in the literature.
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CHAPTER I
BACKGROUND OF THE STUDY

Introduction
Staff development has become an integral component in
the success of schools.

The evolution of these programs is

widespread and continual.

As this evolution occurs the basic

premise in basic staff development programs is that of
change.

As Guskey (1985) explained:
Despite differences in context and format,

most staff development programs share a common
purpose:

to bring about a change.

Educators

generally agree that the three major outcomes of
effective staff development programs are changes in
(1) teachers' beliefs and attitudes, (2) teachers'
instructional practices, and (3) students' learning
outcomes. (pp. 57-58).
Change for the sake of change is not the focus of staff
development.

Critical to the change process in these

programs is the assumption that change creates growth.
According to McCarthy (1982):
Staff development is the facilitation of
growth.

It requires a knowledge of our clients; a

talent for scanning the outside world for means and
resources:

a belief that support and challenge
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give people the courage to create; an intuitive
feel of how much space to give; and an impeccable
sense of timing.

(p.

20)

Although change is important and varied it is overshadowed by
the need to maintain and increase knowledge.

Joyce and

Showers (1988) maintained:
The SGhool has its impact in three ways:

one

is what is taught, the second is in how it is
taught, and the third is its social environments.
Teachers and administrators need to be engaged
in the continuous study of all three, continually
increasing knowledge of academic content, models of
teaching, and models for school environments and
how to create them.

(p. 4)

Statement of the Problem
The field of education is complex and diversified.
Attitudes, skills, and procedures are three areas in which
these ideals can be cultivated.

This flexibility can allow

the educational system to change as the world of education
changes around itself.

Thus, school districts have the

responsibility to meet the change and the effects of change
as, or before, they occur.
suggested:

Henderson and Perry (1981)

"Schools, by their very purpose and nature, must

be deeply involved in, and affected by changes in society"

(p. 2).
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The problem faced by staff development is one of whether
it actually meets the needs of constantly occurring change.
The literature indicated general guidelines for the formation
and foundation of an effective staff development program.
Each school district creates and implements its own staff
development program to enhance staff needs.

The basic

problem, then, is do school districts provide the quality
staff development programs recommended, through the
literature, as effective agents of change?

Purpose of the Study
The purpose of this study was to compare the staff
development programs recommended through literature with
those programs in actual practice in school districts.

As

this comparison was conducted, a general set of guidelines
emerged.

Definition of Terms
1.

Staff Development Programs.

Those programs in

school districts used to help staff reach personal and
professional goals.
2.

In-Service Programs.

Specific types of staff

development programs.
3.

Professional Growth.

The knowledge gained in

information and skills that can be used to enhance school
instruction.

4
4.

Personal ,Growth.

The knowledge gained to increase

staff self-concept.

Limitations of the Study
This study was limited to schools in the state of
Washington.

Random samples were taken among two groups in

the state.

The first sample was those schools who listed a

specific director of staff development in the Washington
Education Directory.

The second sample was taken from those

schools who did not list a staff development director in the
Washington Education Directory.

A total of 60 school

districts were sent questionnaires, including 30 school
districts from each sample group.

The study was conducted

with the information collected from the 32 school districts
who returned the questionnaires.
16 were from each sample group.

Of the 32 school districts,
The study also included

school districts from the east and west sides of the state.

Summary
Change is an ever present force residing in school
systems.

Staff development is the process by which staff

increases knowledge and skills required to meet the constant
elements of this change.

Both the literature and research

have indicated effective elements to promote staff
development programs which meet change.

CHAPTER II
REVIEW OF RELATED LITERATURE

Introduction
The purpose of this study was to compare the staff
development programs recommended through literature with
those programs in actual practice within school districts.
This chapter was designed to cover several functions of staff
development ranging from its philosophy to types of
activities designed to fulfill its goals.

The philosophy was

researched to lay the foundation for the rest of the chapter.
Organizational plans were also included.

Next, the goals

were included because sound staff development is goal driven.
Then, the outcomes of staff development were reviewed.
Lastly, activities for staff development options were
included.

Philosophy of Staff Development
Staff development is a concept familiar to all
educators.

The philosophical reasoning behind this process

is basically the development of human potential, staff, and
student.

Orlich (1989) advocated, "effective staff develop-

ment is the culmination of efforts by individuals who truly
believe in the enhancement of human potential" (p. 174).
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This human potential is reflected in staff preparation and in
subsequent student achievement.
In order to affect the potential of people, programs
must be continuous and purposeful.

Billing (1982) described

staff development as:
... a deliberate and continuous process involving
the identification and discussion of present and
anticipated needs of individual staff for
furthering their job satisfaction and career
prospects and of the institution for supporting its
academic work and plans, and the implementation of
programmes of staff activities designed for the
harmonious satisfaction of those needs.

(p. 4)

In order to further develop this concept a working
definition of staff development was necessary.
purpose

Wood et al.

For this

(1982) defined staff development as:

.•• the totality of educational and personal
experiences that contribute toward an individual's
being more competent and satisfied in an assigned
professional role • . • . Inservice education is but
one of the several functions of staff development.

(p. 3)
Staff development is considered a process.

Orlich (1989)

described the process of staff development as one that is not
immediate, whereas in-service is a training component focused
on immediate goals.

Because of its broad base, staff
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development tends to cover the long-term needs of schools.
Orlich (1989) continued:
The two major concepts--staff development and
in-service education--must be institutionalized to
enhance human potential.
is staff development.

The all-encompassing one

It is a broad concept, it is

a general or global plan, and it is a process;
protected under its umbrella are all in-service
education activities or projects.

(p. 7)

One element of educating students is having a vision for
the future and where the education process is going.
Administrators need a vision of what the school needs to do
in order to promote an increase in student learning.

staff

must have a vision of its students and how its efforts fit
the "vision puzzle."

Students need a vision of their future

and what they need to do as their part of their own
education.

Orlich (1989) concurred, " .•. the vision of

effective staff-development efforts must ultimately focus on
the predicted impact on students."

(p. 177)

This could imply

that vision may be one of the control elements of staff
development.
Vision tends to focus on the general aspects of staff
development.

A focus must be made in specific areas within

the staff development program.

As necessary as the vision is

for the focuses of staff development, specific focus on
individuals and needs is even more vital.

Without direct
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focus and specific program direction the training process
will be limited.

Orlich (1989) observed:

•.. in-service education must be job-oriented, must
be of immediate use to an individual, must improve
or extend job-related skills, must focus on a
specific group of individuals, and must be paid for
by the employing organization.

(p. 5)

When looking at staff development philosophy one must
ask:

Why develop staff?

complex.

The answer to this question is

The benefits to those who are trained, the people

whom the trained personnel serve, and the school system are
very valuable.

The school system and its many members all

improve as each part of the system improves.

Joyce and

Showers (1988) noted:
While an •important reason for staff development is
to benefit the personnel themselves, organizations
invest in comprehensive programs to develop the
skills and knowledge of their personnel to enable
that organization to reach its objectives.

(p. 3)

Orlich (1989) also indicated that the programs implemented
can only be effective if they are instituted within the
"original teaching model."
One of the major aspects of the philosophy of staff
development is to gain an increase in student achievement.
Staff development programs attempt to do this through the
improvement of teachers' abilities.

As is true in every
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aspect of society and life; if one does not improve his
skills, the skills decrease or become stagnated.

Orlich

(1989) stated, "Staff development is a basic and necessary
component of the continuing preparation of teachers,
administrators, and other staff as they extend their
professional or technical knowledge." (p. 1)

Harris et al.

(1969) added, "The inservice education program is not only a
tool of progress, it is also a symbol of faith in the
improvability of the individual." (p. 4)

Orlich agreed:

The purpose of in-service training projects and
staff development programs is to enhance human
potential so that every person can achieve a higher
standard of attainment, success, or excellence than
would otherwise be possible.

(p. 2)

Philosophically, staff development is a process of
change.

This change is designed to be a change toward

improvement for staff and students.

In order for change to

occur those people who will be affected by it need to be
willing to allow the change to occur.

Harris et al. (1969)

described, "All organizational changes depend to some extent
on the willingness and ability of people to change their ways
of doing things." (p. 27)

Staff development functions

totally within the realms of change.

This is to say that

change is constant, and staff development must meet or exceed
that change.

Orlich (1989) stated, "New programs affect the

continuing education of teachers significantly, but the

10

impact of rapid change in society impinges on in-service
education even more vividly.

That we live in a period of

rapid change almost goes without saying." (p. 3)

Morant

(1981) stated:
It [planned change]

is an intentional alteration in

the structure and function of a school which may
affect any of its educational intentions, processes
or products.

Such change marks a departure from an

existing situation or practice to a new or
different one.

(pp. 51-52)

The leaders within the organization need to be the change
implementors.

This is the key as advocated by Littky and

~ried (1988), tlReal change begins with the leadership of one
or more people who have a deeply felt vision--a passionate
vision--of a great future for their school ... " (p. 572)
The philosophy of staff development revolves around
several items.

Among these items are in-service education,

organizational development, consultation, communication,
coordination, leadership, and evaluation.

Each element is

necessary to ensure the success of specific staff developdevelopment training.

All elements must come together to

function as a unit and meet the needs of the program.

Dodd

and Rosenbaum (1986) demonstrated the culmination of all the
elements in successful staff development, "Staff developdevelopment under the learning community model builds on the
premise that outstanding teacher are lifelong learners who
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communicate their excitement in discovering new knowledge to
their students."

(p. 383)

Organizational Plans of Staff Development
The organization of staff development is extremely
important.

Without proper organization success is elusive.

As the organization is put into action three considerations
must be focused upon:

the steps to implementation,

components of staff development, and the stages of
involvement.
There were basically six steps in the implementation of
effective staff development according to Sparks et al.
(1985).

The first step was to develop a readiness and

awareness of needed staff development.

Along with the

awareness came a sense of need with commitment to follow.
The second step was the conducting of a needs assessment.

To

be effective the program must meet the needs of staff, thus
needs assessments are vital to success and involvement.
third step was planning the actual programs.

The

Step four was

the implementation of the plans that were formulated.
Evaluation of the process and programs was the fifth step in
the sequence.

This step allows for the restructuring,

changing, and maintenance of current programs.

The final

step was reassessment and continuation of the programs.
According to Wood et al.

(1982) there were five stages

for effective staff development programs.

Readiness was the
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first stage.
program.

The second stage was the planning of the

Training of staff in specific programs constituted

the third stage.

After the training is completed the program

needs to be implemented into practice.

Finally, the on-going

maintenance of the program must be continued to ensure
success.
As Wood maintained, an effective staff development
program will contain five basic components.

The first

component was the presentation of information.

Modeling or

demonstrating the concept was the second component.

Next,

staff members needed to practice the modeled concepts.

The

fourth component was the essential element of feedback.
Learners, even as adults, need feedback to help increase and
intensify the learning.

Lastly, coaching was the component

which tends to internalize the learned materials.
When designed and planned correctly, staff development
programs can be effective.

In order for this effectiveness

to be achieved and maintained, staff development needs to
provide for and implement the previously mentioned elements.
It should also include research in the specific areas of
need.
As was stated earlier, needs assessments are critical.

Orlich (1989) felt very strongly about the importance of
needs assessments.

He felt that the first requirement of

assessing staff needs was to select topics or issues of
concern for that specific group.

Once these demands are met
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then and only then can the needs assessment be conducted.
There are many specific considerations to be included in the
assessments.

First and foremost the conductors need to

decide upon a model or assessment technique to use.
must know whom to include in the assessment.

They

The amount and

types of data that will be collected is extremely important.
Of prime concern are the instruments to be used in the actual
assessment.

Also the data must be collected and analyzed, so

the conductors or the assessors need to know who will collect
the data and how they will analyze it.

Finally, they will

need to determine plans for implementing all of the plans
that are created in the process.
Hecause the needs assessment is so critical in the

)

preparation of effective staff development, it is imperative
that the needs assessment reflect the specific staff
development needs of the staff working in the school.

The

schools are entities that impart the specific knowledge to
students, thus the school needs are of utmost importance.
Orlich's (1989) words:
Needs driven projects are based on the clearly
defined needs of the school and are relevant to
educators and meet their personal and professional
desires.

These are the programs highlighted in

the literature as successful models.

Preparing

successful needs assessments combines the art of
serving what needs improvement and the science of

In
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collecting accurate data on which to base
predictions.

Thus, needs assessments depend on

planning, on determining what data to collect, and
on providing decision makers with coherent
statements spelling out how certain schools have
well-identified areas requiring new or continued
fiscal or material support.

(p. 11, p. 16)

Success of the entire staff development program begins with
the needs assessment.

Thus, Orlich (1989) reported:

... it is valid to assume that a proper needs
assessment is one of the critical elements that
ultimately leads to successful in-service projects.
And the converse is also valid:

no needs

assessment leads to a low probability of success.
Therefore, we begin with the testable hypothesis
that needs assessments are essential for successful
in-service programs.

(p. 18)

Knowing that needs assessments are a very necessary component
in the success of entire program, it is equally essential
that staff needs be recognized and included.

Harris et al.

(1969) proposed, " •.. the needs of teachers and other staff
members should be central to all in-service efforts." (p. 5)
Orlich (1989) noted, "The identification of needs is an
essential element in planning for and involving the community
in educational goal setting." (p. 18)
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Once needs assessments have been completed and studied,
staff developers must spend quality time in the planning of
the entire development of the intended programs.
planning must be purposeful and complete.

This

Orlich (1989)

explained, "The vision of successful staff development
programs reflects thoughtful and comprehensive planning."
17)

(p.

When the plans of effective staff development programs

are complete and compelling they become self-motivating to
staff members who wish to be involved.

Orlich (1989)

charged, "Staff development programs are enthusiastically
supported when they are adequately developed, well planned,
competently managed, and systematically evaluated."

(p. 16)

As was mentioned earlier, staff development is designed
to bring about change.

When the program of staff development

is correctly planned and the plans are correctly used, the
change is not only greater but more positive.

Harris et al.

(1969) commented:
Planned change implies an agent of change~ someone
who examines the existing state of affairs in the
light of some future desired conditions.

He then

intervenes in some manner intended to change the
course of events to reach the desired goal.

Since

this intervention is goal directed, it is a
purposeful activity based on some plan of action
aimed toward some desired future state of affairs.

(p. 19)

16

Staff development cannot stop at the planning stage.

It is

essential that all staff receive the training that has been
prepared, researched, and planned.

The manner in which the

material is presented depends upon the group it is designed
to inspire, and also depends upon the material and how it is
best transferred to the learners.

Some of the ways staff

development is delivered include:

buzz sessions,

demonstrations, role-playing, lectures, workshops, and
seminars.

Through all of these avenues of material

implementation, research has shown that those programs in
which the material has been demonstrated or modeled more
learning takes place.

Joyce and Showers (1988) commented,

"The demonstration or modeling of a skill greatly facilitates
learning."

(p. 68)

Implementing the learned staff development materials
into the classrooms becomes the essential element of the
program.

Every preparation of the staff development program

up to this point is lost without proper implementation.
Communication between all parties is of utmost importance.
Joyce and Showers (1988) noted, "It is within the schools
that the district initiatives will have their implementation,
so communication is essential during the decision-making
process and in the planning of implementation."

(p. 64)

Teachers themselves must take ownership in the development of
the skills which are essential.

The skill which a teacher

learns cannot influence learning by itself.

The teacher

17
needs to learn the material and how to effectively use if in
the classroom to further student achievement.

Joyce and

Showers (1982) voiced, "Unless people develop skill in a new
approach, they have no chance whatsoever of adding it to
their repertoire."

(p. 5)

As teachers begin the process of implementing the
programs set forth through staff development they usually
find difficulty implementing the learned skills and ideas.
Thus, peer coaching gets its introduction.

Coaching, in

staff development, works exactly as its name implies:

One

person "coaches" or helps the other in implementing the
acquired skills.

Joyce and Showers (1988) maintained:

The coaching of teaching occurs in the workplace
following initial training.

Coaching provides

support for the community of teachers attempting to
master new skills, provides technical feedback on
the congruence of practical trials with ideal
performance, and provides companionship and
collegial problem solving as new skills are
integrated with existing behaviors and implemented
in the instructional setting.

(p. 69)

Showers (1985) believed coaching had multiple purposes:
The first is to build communities of teachers who
continuously engage in the study of their craft ...
Second, coaching develops the shared language and
set of common understandings necessary for the
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collegial study of new knowledge and skill ...
Third, coaching provides a structure for the follow
up to training that is essential for acquiring new
teaching skills and strategies.

(pp. 43-44)

Every staff development program should have an
evaluative element built into it.

If the program is worth

researching, planning, and implementing, then it is worth
evaluating.

The evaluation simply allows the staff

developers to determine if their objectives are being met.
Orlich (1989) reports, "The basic objectives of any
evaluation system are to determine (1) the extent to which
the project objectives are being achieved and (2) the impact
that the project is having on the participants." (p. 61)
As the organization for staff development unfolds it is
apparent that there are three basic types of staff
development.

Joyce and Showers (1988) called these

individual, collective, and systematic.

The individual

programs have a focus on teachers as individuals.

Collective

development focuses on schools and sections of schools.
Finally, systematic staff development is oriented toward
district-wide programs.
Organizing staff development takes time, effort, and
money.

Without proper development our schools and students

will be the ones to suffer.

Orlich (1989) urged:

Administrators and school board members do not have
the option of not funding staff development
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efforts.

The demographics right now show how

essential it is for school districts to invest in
developing their human potential or they will
suffer the consequences of knowledge gaps,
inadequately prepared staff and a system not fully
committed to the twenty-first century.

(p. 105)

From needs assessment through evaluation, the staff
development program is designed to change teaching behavior
and to enhance human potential.

Joyce and Showers (1988)

claimed:
We have drawn several conclusions from the research
on training which have implications for staff
development programs serving individuals, schools,
and systems:

* First, regardless of who initiates a
training program, participants must have
sufficient opportunity to develop skill that
they can eventually practice in classroom
settings.

* Second, if the content of training is new to
trainees, training will have to be more
extensive than for substance that is
relatively familiar.
* Third, if transfer of training is the
training objective, follow up such as
coaching in the workplace will probably be
necessary. (p. 72)
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No matter how much preparation and planning goes into the
program, the staff must be involved in order for success to
be reached.

Harris et al.

(1969) said:

From initial planning to final evaluation, the
staff members must be intimately involved in the
activities of a program in a meaningful way.
Involvement is an important key to success.

There

are others, perhaps, but none so basic nor more
important.

( p. 9)

Goals of Staff Development
Essential to any effective program is the establishment
and maintenance of goals.
of the entire program.

These goals form the foundation

Within staff development the goals

fit into two broad categories, staff needs and student
outcomes.
Staff development programs are definitely designed to
help staff improve their teaching skills.

Reaching their

best performance standards should be the goal of all
teachers.

Orlich (1989) observed, "One persisting problem in

the school is that of helping persons achieve their maximum
potential." (p. 1)

These programs cannot function as

one-time cure-all elements.
involve all staff.

They must be ongoing and must

Joyce and Showers (1988) agreed:

One purpose [of enrichment of individual skills] is
to ensure that all practitioners, teachers, and
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administrators are continuously polishing and
expanding their current repertoires of knowledge
and skill throughout their careers.

(p. 6)

As staff is developed through staff development programs
the focus of the programs needs to consistently attempt to
improve the skills of the staff.

Harris (1980) agreed, "The

improvement of instruction is the essential focus of
in-service education." (p. 15)

People, namely teachers, are

the users of these instructional ideas, thus, they are the
prime agent of change in this focus.

Harris et al.

(1969)

held, "The intent of in-service education is to change
instructional practices or conditions by changing people."

(p. 17)

Harris el al.

(1969) noted:

In-service education •.. is concerned with much more
limited tasks, namely the development of
instructional staff members as professional
practitioners, in such as to have a reasonably
direct impact upon the quality of instruction
offered ••.

(p. 2)

As a whole, the goals of staff development in
instruction would be to improve teaching in order to increase
learning.

Main (1985) stated, " ••• educational staff

development might, then, be expected to aim at the
improvement of teaching and learning."

(p. 9)

One area in staff development is that of building
positive relationships among peer groups.

Research has
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consistently shown in various environments that people who
are content in their job and the people with whom they work
are better able to perform.
is essential.

Cooperation among staff, then,

Joyce and Showers (1988) indicated, "Effective

staff development requires cooperative relationships that
break down the isolation and increase the collective strength
of the community of educators who staff the school." (pp.
3-4)
The school and its purpose essentially become one unit
in terms of goals.

The staff, instruction, and students are

all part of the unit.

Because of this oneness of purpose

staff development programs need to have a clear focus within
the constructs of their goals.

Morant (1981) indicated:

The basis of planning any change affecting the work
of the school revolves around four main questions:
Where are you?
Where do you want to go?
How are you going to get there?
How will you know when you have got there?

(p. 51)
Goals of staff development, as already mentioned, cover
staff needs and student outcomes.

As staff members' skills

are built through staff development programs student learning
increases need to show improvement.

Thus, the main intent of

staff development programs is to provide an increase in
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student achievement.

Joyce and Showers (1988) commented:

The major goal is to increase student learning;
however, side affects will include great changes in
the workplace by increasing the study of teaching
and learning and supporting communities of faculty
members working together for their students.

(p. 4)

Joyce and Showers (1988) indicated that there are
basically two global goals in education.

The first goal is

for students to gain as much knowledge as they can from the
school and its entities.

The second is to provide students

with the ability to be life-long learners.

Joyce and Showers

(1988) continued:
Whenever individual teachers, school faculties, or
a school system engage in training, a major part of
the commitment to participate and put the substance
into operation should be based on an appreciation
of the benefits that can accrue to students.

(p. 28)
Finally, staff development is necessary and goal driven.
The major purpose behind involvement in staff development
programs is increasing student learning.

Harris et al.

(1969) stated, "Involvement is an important key to success."
(p. 9)

Staff must be involved!

Different programs offer

different objectives, but to be effective they must benefit
the students.

Joyce and Showers (1988) commented," The

individual component is made up of an array of workshops and
courses that teachers will select on the basis of their
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perception about what will benefit them and, through them,
their students." (p. 58)

Morant (1981) quoted the Advisory

Committee on the Supply and Training of Teachers in terms of
staff development and its goals:
.•. to enable teachers
(a) to evaluate their own work and attitude in
conjunction with their professional
colleagues in other parts of the
educational service;
(b) to develop their professional competence,
confidence, and relevant knowledge;
(c) to develop criteria which would help them
to assess their own teaching roles in
relation to a changing society for which
the school must equip their pupils; and
(d) to advance their careers.

(p. 4)

Outcomes of Staff Development
Research has shown that goals are essential in staff
development.

Even as goals are needed, so are outcomes.

These outcomes are found in three basic areas:

implementing

programs, bringing about change, and increasing student
learning.
Outcomes could be defined as the desired gains derived
from the implementation of programs based on stated goals.
Harris et al.

(1969) warned, "One of the reasons that
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in-service programs frequently seem to have fuzzy objectives
is that too little attention is given to the definition of
desired outcomes.

(p. 31)

In order for a program to be implemented effectively and
timely it must be well planned, goal directed, and outcome
driven.

Without knowing the desired outcomes it is difficult

to know if the goals are on target.

To visualize these

outcomes of staff development it may be necessary for staff
to focus in different areas.

Orlich (1989) observed that new

information is available that suggests that there are new
programs that will enhance staff development by teaching "new
roles" to teachers that make their programs more effective.
Change is one of the elements of staff development.
This type of change is purposeful and outcome based.

The

basic outcomes that are seen in staff development are change
in teachers and change in student learning.

Sparks et al.

(1985) noted:
The biggest lesson we can learn from the Staff
Development for School Improvement program is that
teachers can be a powerful force for school change
when they are allowed to participate in rational
problem solving and reasonable, widely shared
decision making. (p. 61)
Learning is, without question, the most important
outcome staff development offers.

Guskey (1985) asserted,

" .•• significant change in the beliefs and attitudes of
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teachers is contingent upon evidence of change in the
learning outcomes of their students." (p. 58)

Dodd and

Rosenbaum (1986) concurred, "The process of learning is what
matters--creating new ways to teach, trying them out, sharing
the experiences, making refinements, and trying again."

(p. 380).
As have been noted, outcomes for staff development have
tremendous impact.

Staff developers need to include in their

planning expected outcomes that can be used to evaluate the
effectiveness of the programs.

Joyce et al.

(1981) related

specific areas of outcomes for staff development:
••• the outcomes of training can be classified into
several levels of impact:

awareness, the

acquisition of concepts or organized knowledge, the
learning of principles and skills, and the ability
to apply those principles and skills in problem
solving activities.

(p. 167)

Activities of Staff Development
The activities of staff development are the substance of
all programs.

All goals, planning, organization, and

outcomes are the precepts that form the framework for the
success of the activities.

Activities vary from those

designed for combinations of schools, to entire school
systems.

Specific activities include workshops, clinics,

institutes, conferences, courses, and seminars.
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Conclusion
Staff development is vital to the life of effectiveness
in schools.

No other entity in the school system has the

impact or ability to revitalize, restore, and continue
instructional programs.
The philosophy behind the staff development program is
the foundation for the entire system.

All members of the

school can enhance their abilities through effective staff
development programs.
Organizing staff development is time consuming and
difficult, but it is a key to the success of the change
process.

The needs assessments, planning, implementing, and

follow up of programs form the framework that enhance the
philosophical foundation.
Goal setting is an ever present and vital process.

It

is essential to the success of staff development programs.
Staff development without proper goals proves unsuccessful
and illogical to staff.
The outcomes desired in staff development revolve around
change and improvement.

The basic outcome of staff

development is to increase teacher abilities, ideas, and
strategies with the intent and success of improving student
learning.

All objectives, organization, and goals must

eventually lead to projected outcomes or the program has not
been a success.
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Schools are ever changing and shifting ideas,
strategies, and processes.

Staff development must meet and

exceed the challenge of ever present change.

Joyce and

Showers (1983) suggested:
Nothing is more important to a human being's health
than his or her ability to continue to grow and
adapt.

No profession magnifies that truth more

than education.

The teacher's life is one of

changing conditions:
social ferment.

new students, new ideas, and

Adaptation is essential.

There is

no endeavor where lack of growth is more clearly
and desperately damaging than teaching. (pp. 30-31)
Harris (1989) agreed, "In-service education is to the school
operation what good eating habits and a balanced diet are to
human growth and vitality." (p. 13)

CHAPTER III
PROCEDURES OF THE STUDY
The purpose of this study was to compare the staff
development programs recommended through literature with
those programs in actual practice in school districts.

This

study began with an interest in the function and structure of
staff development programs.

The basic underlying question

that motivated the study was:

"Are staff development

programs effective?"
Research was conducted on a small scale during the
course of the class work over a three year period.

The

research continued to focus on the importance ot ettective
staff development programs.

As the research continued, the

questions increased.
As the project unfolded, research was further conducted
through a literature search.

The areas of focus were

philosophy, organization, goals, outcomes, and activities.
Each are of staff development was viewed as an essential
component of the entire scope of staff development and its
need in schools.
In order to complete the comparison, a questionnaire was
developed and administered.

The questionnaire was created to

focus on the five areas found to be essential through the
literature search.

The questionnaire was designed to produce
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data about the function of the staff development programs
within school districts throughout the state of Washington.
Two sample groups were sent copies of the questionnaire.
The first group consisted of those school districts which
listed an administrator in charge of the district staff
development program.

The second group consisted of the

districts which did not list an administrator in charge of
staff development programs.

A random sample of both groups

was selected using a table of random numbers in correlation
with the numbered school districts.
The two sample groups were created to gain data from
districts of all sizes and economic make-up.

It appeared

that those districts that named an administrator in charge of
the staff development programs were the larger districts in
the state.

Thus, in order to gain a better understanding of

the staff development programs throughout the entire state,
two sample groups were necessary.
A second mailing of the questionnaire study was prepared
and sent.

The first mailing had a response of 45 percent of

the districts.

This small sample did not provide sufficient

data or response to complete the study.
produced several more responses.

The second mailing

After completion of both

mailings the combined rate included 53 percent of the
districts who were sent questionnaires.

CHAPTER IV
RESULTS OF THE STUDY
This study was conducted with thirty-two school
districts in the state of Washington.
studied:

Six areas were

demographics, philosophy, organization, goals,

outcomes, and activities.

As mentioned in Chapter III, two

groups were studied, those who listed a staff development
director and those without a specific staff member listed in
the Washington Education Directory.

Seventeen of the

districts in the study were from the group listing a
director, and fifteen districts represented the group without
a listed director.

Twenty-eight of the districts were

located in Western Washington and eight were located in
Eastern Washington.
The demographics section was studied in order to
obtain a profile of the districts involved in the study.

Of

the 32 districts SO percent had women in charge of the staff
development programs, and SO percent had men in charge.
Eighty-one percent of the male coordinators worked in school
districts with student enrollments of less than 4,000.

The

female coordinators were evenly spread throughout all sizes
of school districts, with the greatest number found in
districts with student enrollments between 8,000 and 12,000
students.

Thirty-eight percent work in these districts.
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Table 1 shows the ages of staff development
coordinators.
40.

None of the coordinators were under the age of

The largest group of coordinators were those between the

age of 40 and 49.

They consisted of 69 percent.

Twenty-five

percent were between the ages of 50 and 59.

Each of the age

groups 60-69 and 70-79 had one coordinator.

These two groups

made up the remaining six percent.

The older coordinators

tended to be males with 44 percent of them over the age of
50.

Only 19 percent of the females were over 50 y.ears old.

Table 1
AGES OF STAFF DEVELOPMENT COORDINATORS
Number ot
Coordinators

Ages

Percentage of
Coordinators

20-29

0

0

30-39

0

0

40-49

22

69

50-59

8

25

60-69

1

3

70-79

1

3

The educational background of the staff development
organizers are shown in Table 2.

Six percent of those who

responded held a bachelor's degree, 60 percent held a
master's degree, and 31 percent held a doctorate degree.

One
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response was left blank.

Fifty-eight percent of the

coordinators who held a master's degree worked in a school
district with a student enrollment less than 8,000.

Half of

the coordinators who held a doctorate degree worked in a
school district with a student enrollment less than 4,000.

Table 2
EDUCATIONAL BACKGROUND OF STAFF DEVELOPMENT COORDINATORS

Highest Earned
Degree

Number of
Coordinators

Bachelors

Percentage of
Coordinators

2

6

Masters

19

60

Doctorate

10

31

1

3

)
No Reply

The student enrollments of the districts involved in the
study are shown in Table 3.

The districts involved were

divided into six categories according to student enrollment.
They ranged from under 4,000 students to over 20,000
students.

The largest group were those districts with under

4,000 students.

They made up 44 percent of the study group.

Thirteen percent enrolled between 4,000 and 8,000 students.
Those districts who enrolled between 8,000 and 12,000
students made up 18 percent.

Six percent of the districts

enrolled between 12,000 and 16,000 students.

Those districts
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who enrolled between 16,000 and 20,000 students made up 13
percent.

The remaining six percent included districts whose

enrollments exceeded 20,000 students.
The coordinators of the staff development programs were
categorized into groups which showed how long they had served
in their current staff development position.
the results.

Table 4 shows

Thirty-eight percent of the coordinators had

served from one to three years.

Thirty-four percent had

served from four to six years as staff development
coordinator.

The remaining 28 percent had served as staff

development coordinator for more than six years.

Table 3
STUDENT ENROLLMENT IN SCHOOL DISTRICTS

Number of
Districts

Percentage of
Districts

4,000

14

44

4,000- 8,000

4

13

8,000-12,000

6

18

12,000-16,000

2

6

16,000-20,000

4

13

20,000 +

2

6

Student Enrollment
0

-

Most staff development organizers had other
responsibilities besides those who were in the immediate
focus of the study.

The two responsibilities cited most
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often were curriculum development and superintendent of
schools.

Fifty percent of the responding districts included

one or the other of these responsibilities.

Other

responsibilities that were mentioned in more than one
instance by the organizers of staff development were special
programs, testing/planning, Chapter II, health coordinator,
and personnel director.

Several responsibilities were

mentioned by only one district.

Those included principal,

assistant superintendent, traffic safety, PE, strategic
planning, organizational development, summer school, staff
development trainer, parent education, hearing officer,
federal grants, policy, negotiations, and elementary
programs.

Table 4
STAFF DEVELOPMENT COORDINATORS' YEARS OF SERVICE

Years of
Service

Number of
Coordinators

Percentage of
Coordinators

1 - 3

12

38

4 -

11

34

9

28

6

6 +

Most of the districts had indicated a growth in the use
of staff development in their district.
indicated this growth.

Ninety-one percent

Only nine percent of the districts

indicated a decline in the use of staff development.

The
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districts that indicated a decline showed some consistencies.
They all used needs assessments, implementation procedures,
and follow-up programs only with some of their programs.
Seventy-two percent of those districts that indicated growth
in staff development had all of their programs evaluated by
the staff after presentation.

Also, 97 percent of the

districts who indicated growth used follow-up programs with
some staff development options.
The study focused on two issues relative to staff
development philosophy.

The first issue considered the

philosophy of who actually gained the benefit of staff
development programs.

Each district was asked to rank three

issues in order of their importance to the district staff
development philosophy.

The three issues were enhancing

staff potential, district program development, and subsequent
student achievement.

Table 5 shows the results.

Responses from the questionnaire indicated that student
achievement was the most important issue.
potential was second in importance.

Enhancing staff

According to this study,

the least important issue was the development of district
programs.

Thirty-eight percent of the districts ranked

student achievement highest.

Twenty-eight percent ranked

staff potential as the highest priority.

Program development

was ranked highest by 25 percent of the districts.

Several

districts did not rank their choices in order of importance.
One district responded that only enhancing staff potential
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Table 5
RANK ORDERING OF SCHOOL DISTRICT
STAFF DEVELOPMENT PHILOSOPHY

Philosophy

Ranking Options in Numerical Order

Enhancing Staff
Potential

2

2

3

3

1

1

1

3

2

1

2

3

3

1

1

2

3

2

1

1

District Program
Development

1

Subsequent Student
Achievement
Other

1

Number of Districts

4

9

3

4

4

5

1

1

1

12

27

9

13

13

18

3

3

3

Percentage of
Districts

was important in that district.

Another district included

organizational growth and development as another choice in
the philosophy section of the questionnaire.

Also, one

district cited only enhancing staff potential and program
development, but they were viewed as equal in importance.
The second philosophical area studied was the idea of
district-level programs.

Again the districts were asked to

rank in order three issues.

They were individualized
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programs, building-based programs, and district-wide staff
development programs.

The results showed that building-based

programs were much more important than the other two choices.
Those programs were cited among 56 percent of the districts.
Individualized programs ranked second with 28 percent.
Thirteen percent of the districts indicated that
district-wide programs were most important types of programs.
Only one district was not involved in all three types of
staff development programs.

It indicated that only

building-based programs were important to their district.
The organization of staff development was the largest
area of study.

It included needs assessment, planning,

implementation, evaluation, funding, incentives, and

J

follow-up.

In the area of needs assessments the organizers

of staff development were asked if they used the assessments
before all programs, some programs, or that they were never
used.

Every district indicated that they used the needs

assessments at least some of the time.

Fifty percent of the

respondents always used needs assessments.

The other 50

percent only used the assessments before some of their staff
development programs.
Districts were asked to indicate the people who were
included in the planning of staff development programs.
These are shown in Table 6.

One hundred percent of the

districts involved teachers in the process.
included in planning 97 percent of the time.

)

Principals were
Ninety-four
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percent of the districts surveyed involved central office
personnel.

Classified staff were included in 63 percent of

the districts.

Parents were included by only 31 percent.

Other groups that were involved in some capacity included
businesses, higher education representatives, instructional
support staff, itinerant staff, and staff development
teachers/trainers.

Table 6
PEOPLE INVOLVED IN PLANNING STAFF DEVELOPMENT PROGRAMS

People Involved

Number of
Districts

Percentage of
Districts

Teachers

32

100

Classified Staff

20

63

Principals

31

97

Parents

10

31

Central Office

30

94

Business

1

3

Higher Education

2

6

Support Staff

1

3

Itinerant Staff

1

3

2

6

Staff Development
Teachers/Trainers
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The organizers of staff development responded to
questions concerning provisions for procedures for
implementing programs.

Thirty-one percent of the districts

indicated that they always provided specific implementation
procedures for their staff development programs.

Sixty-nine

percent only provided those types of procedures some of the
time.
Program evaluation was another area of the study.
Seventy-two percent of the districts always had staff
evaluate the programs after they were presented.
Twenty-eight percent of the districts evaluated programs
after completion only some of the time.

Eighty-nine percent

of the districts who only used staff evaluation some of the
time only used follow-up and implementation procedures on
some occasions.
Funding sources for staff development varied a great
deal among districts.

One key element was that all districts

provided some funding from at least one source for their
staff members.

Districts were asked to rank their funding

sources as to the importance the type of funds had in the
district staff development program.

Many districts did not

rank their sources, and those districts will be included
later.

Those districts that did rank their funding sources

indicated two choices as the highest in need and use.

Those

were building-based funds and central office funding.

The

second choice among funding sources was staff needs requests.
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Grants were the third highest source of staff development
funding.
fourth.

Non-required programs funded by the district ranked
The least requested form for funding in the list was

required district programs funded by the district.
Those districts who did not rank their funding sources
indicated that central office funds,
and grants were of equal importance.

building-based funds,
Other sources included

staff professional growth funds, and payment of instructor
fees.

Sources for use of grants came from Block Grants,

science grants, multiple grants, Chapter II, special
education, district level grants, state grants, and SPI
grants.
Incentives to participate in staff development programs

)

varied among districts.

The results are shown in Table 7.

Sixty-percent of the districts offered optional day pay.
Early release days were provided by 53 percent of the
districts.

Thirty-four percent of the districts issued

professional leave options to their staff members,

Also,

tuition matching funds were provided by 59 percent of the
districts.

Other incentives offered to staff included

credits and clock hours, substitute days, hourly pay, no cost
audits for classes, travel expenses, access to classes, and
money given to each staff member for the sole purpose of
staff development programs.
The final organizational area focused on follow-up at
least some of the time.

Only 13 percent of the districts

always provided follow-up programs to ensure implementation.
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Eighty-seven percent provided follow-up programs some of the
time.

All of the districts provided some type of follow-up

at least some of the time.

The personnel responsible for the

follow-up programs differed among districts.

They included

instructors, staff development coordinators, central
administration personnel, peer coaches, team leaders, staff
development personnel, curriculum specialists, participants,
superintendents, in-service committees, and principals

Of

these groups principals and staff development instructors
were used most frequently.

Table 7
INCENTIVES TO INVOLVE STAFF IN STAFF DEV~LOPMENT PROGRAMS

Number of
Districts

Percentage of
Districts

Optional Day Pay

21

66

Early Release

17

53

Professional Leave

11

34

Tuition Matching Funds

19

59

Credit/Clock Hours

5

16

Substitute Days

1

3

Hourly Pay

1

3

No Cost Audits

1

3

Travel Expense

1

3

Class Access

2

6

Personnel Funds

3

9

Incentive
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Goals of staff development was another area of focus in
this study.

The districts were again asked to rank their

choices as to the importance of their district.

The three

types of goals were those relating to individual staff
members' needs, those relating to building needs, and those
relating to district needs.

Table 8 shows the results.

The

goals relating to the individual building needs received the
highest ranking.

Goals that were projected to meet the needs

of the district were ranked second.

The goals that reflected

the least importance were those that related to individual
staff needs.

Table 8
RANK ORDER OF DISTRICT STAFF DEVELOPMENT FOCUS

District Focus

Ranking (in numerical order)

Individual Staff Needs

3

2

3

1

1

2

Building Needs

1

1

2

3

2

1

District Needs

2

3

1

2

3

1

1

1

Number of Districts

9

4

12

2

2

1

1

1

28

13

38

6

6

3

3

3

Percentage of Districts

2

1
1

One issue important to staff development was the actual
use and involvement in programs of staff development.

The

study revealed that 38 percent of the districts required that
all staff be involved in staff development programs of some
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type.

The remaining 62 percent had optional staff

development programs.
Table 9 shows the percent of staff members who were
actively involved in continual staff development programs.
Fifty percent of the districts revealed that more than
three-fourths of their staff members were involved in
continual staff development.

Twenty-eight percent of the

districts had between one-half and three-fourths of the
members in continual programs.

Nineteen percent had between

one-fourth and one-half of their staff members in continual
involvement.

Only three percent of the districts had less

than 25 percent participation among their staff members.

Table 9
STAFF INVOLVEMENT IN CONTINUAL STAFF DEVELOPMENT PROGRAMS

Percentage of
Staff Involved
0
26
51
76

-

Number of
Districts

Percentage of
Districts

25

1

3

50

6

19

75

9

28

100

16

50

Most of the districts had written goals for their staff
development programs.

Seventy-two percent of the districts

made this commitment.

Twenty-eight percent did not have

written goals for their staff development programs.
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The types of goals were also indicated.

Nine percent of

the districts focused only on long-term goals, while three
percent had a focus only on short-term goals.

The other 88

percent of the districts instituted both long- and short-term
goals in their staff development programs.
The districts were asked whether their programs
reflected current trends and changes in education.

All

thirty-two districts agreed that their programs reflected
current trends and changes in education.

One district

indicated that they tried to stay away from fads in current
trends.
The district programs reflected an importance on
outcomes.

Fifty-six percent of the districts revealed that

they had written, projected outcomes for their staff
development programs.

Forty-four percent did not have

written, projected outcomes.

The districts were also asked

to rank in order the importance of two different outcomes,
student learning increases and staff ability increases.
Fifty percent of the districts indicated that student
learning increases were the most important outcome of staff
development programs.

Forty-one percent indicated that staff

ability increases were most important.

Nine percent of the

districts felt that student learning increases and staff
ability increases were equally important.

Other outcomes

that were included as important by some districts were
partnerships, implementation of programs, and organizational
development.
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Table 10 shows the activities that were used to conduct
staff development.

The most often used activities were

in-service programs and workshops.
by 94 percent of the districts.
percent of the districts.
provided retreats.

Each of these were used

Seminars were used by 72

Also, 50 percent of the districts

Other activities used by districts

included speakers, institutes, ESD offerings, support groups,
and college classes.

Table 10
ACTIVITIES FOR STAFF DEVELOPMENT

Activity

Number of
Districts

Percentage of
Districts

In-Service

30

94

Seminars

23

72

Workshops

30

94

Retreats

16

so

Speakers

1

3

Institutes

1

3

ESD Offerings

1

3

Support Groups

2

6

College Classes

8

25

CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

Summary
This study focused on staff development programs found
in literature and actual practice programs.

The primary

focus was on philosophy, organization, goals, outcomes, and
activities.

As the study progressed a comparison of the

literature based programs and the actual staff development
programs used in Washington school districts unfolded.
The literature indicated that staff development programs
need to be continuous to promote the increase in abilities
and learning necessary for improvement.

The literature also

centered its focus on subsequent student achievement and
staff improvement while meeting and improving
objectives.

organizational

The districts in Washington placed primary focus

on subsequent student achievement with staff improvement next
in focus.

Organizational objectives were included, but were

much less of a focus.

As far as continual involvement in

staff development programs the district in Washington
revealed that only half of them had over 75 percent of their
staff members involved in continuous staff development
programs.
Organization was a key element in all areas of the
study.

The literature pointed out that staff development
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programs which were driven by needs assessments were the
successful programs.

Fifty percent of the districts studied

always used needs assessments.
only some of the time.

The other districts used them

Both the literature and actual

programs encouraged involvement of the learning community in
the planning of programs.
Implementation programs were extremely important.

The

literature cited that implementation must be conducted to
ensure that new skills and approaches be added to the
complete classroom program.

The survey showed that most

districts only used specific implementation programs some of
the time.

Follow-up programs, according to the literature,

were essential as implementation programs.

The districts

surveyed indicated even less commitment to follow-up programs
as they had the implementation.
Literature and the study of school districts both
indicated that commitment to funding staff development was
essential.

This can also affect the involvement in the staff

development programs.
was key to success.

The literature stated that involvement
The district study backed that up by

citing that half of the districts had over 75 percent of
their staff members involved in continuous programs.

Within

this group less than half required their staff members to be
involved.
Orlich (1989) indicated that long-range goals were
appropriate for staff development programs.

This study

showed that 97 percent of the districts implemented long-term
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goals.

Most of these districts initiated short-term goals as

well.
The literature indicated that outcomes are the staff
development elements which give the meaning to the entire
program.

The districts were almost evenly split as to those

who used written outcomes and those who did not use them.
Both facets of the study agreed that student learning
increases were the most important outcome of staff
development.
Further analysis of the data revealed some interesting
information.

The districts who indicated a decline in staff

development were weak in three major areas.

They showed

inconsistent use of needs assessments, implementation
procedures, and follow-up programs.
The staff development programs in Washington maintained
many of the elements set forth in the literature.

The staff

development programs in actual practice were found to have
strengths and weaknesses according to the literature.

The

strengths found in Washington school districts' staff
development programs included the philosophical basis of
subsequent student achievement, involvement of the learning
community in program planning, funding programs, goal
setting, programs based on outcomes, and activities.

The

weaker areas included the use of needs assessments,
implementation of programs, follow-up programs, and continual
staff involvement.
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Conclusions
The following conclusions have been made based on the
information in the study of literature and actual practice
staff development programs:
1.

Increased student achievement is the primary focus of
staff development programs in the state of Washington.

2.

Staff development implementation procedures are not
consistently used in the staff development programs
within school districts in Washington.

This inhibits the

success rate and thus makes the programs weaker.
3.

All districts in Washington provide funds and incentives
for staff development programs.

With half of the

districts involving fewer than 75 percent of their staff
)

in continual programs the incentives for involvement in
these districts fall short of their expectations.
4.

The follow-up programs for staff development in
Washington are weak.

With only 13 percent of the

districts providing consistent follow-up for their
programs the improvements cannot be effectively moved
into the classrooms.
5.

Washington's staff development goals are one of their
strongest points.

The focus is on both long- and

short-term goals.

They include current issues and are,

for the most part, written and specific.
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6.

The staff development programs in Washington are goal
driven and outcome based.

Most districts have written,

projected outcomes that focus on student learning
increases.

Recommendations
The following recommendations have been made based on the
conclusions and information in the preceding chapters:
1.

A balance needs to be maintained between developing
staff potential, district programs, and student
achievement.

These are all tied together and need to

function as a group, not as separate entities.
2.

Specific implementation procedures need to be created
and put into effect.

People tend to revert to old

patterns of behavior if not forced to make appropriate
changes.
3.

Districts need to find, implement, and offer incentives
and funding options that will entice staff members to be
involved in staff development programs.

Staff

development cannot happen without involvement, and
involvement is increased with proper incentives.
4.

Follow-up programs, as with implementation, need to be
created and instituted.

Without follow-up programs and

implementation learned information and behaviors are
easily put aside and remain unused.
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5.

Goals of staff development need to remain strong.

They

must focus on both the long- and short-term as well as
reflect current trends.
6.

Staff development needs to continue to focus on
outcomes.

A staff development program should be driven

by what people are to gain as an end result.

)
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APPENDIX A
QUESTIONNAIRE
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nr:m _,iR'1PHtcs

r.

I. Se;.::_ Male _

2. Age:

20-29
30-39

Female
40-49

60-69

50-59

70-79

3. ~~at Is your highest earned degree?
_ B.A. er B.S.
_ M.A.+ or r..S.t ..
_ B.A.+ or B.S.+ _ Ed.D. or Ph.D.
_ M.A. or M.S.

4. What is the student enrollment In your
district?
_
_

0-4000
_
4000-8000
_
8000-12,000 _

12,000-16,000
16,000-20,000
20,000+

5. How many years have you served In this
position?
_ !:3 years~ 4-6 years_ 6+ years

III.

ORGIIDt _/IJIOD

2. Who Is Included ln the planning of staff
development programs?
_ Teachers
_ Classified staff
_ Principals
:__ Parents
_ Central office personnel

~

_

Sanetlmes

_ Never
If so, brlefly describe.

1. Rank the follD'~lng In order of Importance
to your staff developw~nt philosophy.
_
~

_

Enhanc!ng staff potential
District program development
Swbseg~ent student l~hlevement
v;,n:;~

2. Rank the following programs in order of
their importance to your district.
_

IndivJdua1ized staff development

~ Building-based staff development
~· District-wide staff development

_

Always

_ Sometimes
_ Never
If so, who is responsible for the follow-up?

GOdLS

1. Rank In order the primary focus of your
district programs.
_ lndlvldual staff needs
_ Individual building needs
_ District ne~ds
2. Are all staff members required to receive

development?
Yes
_ No
lf no, who ls exempt?

staff

_

deciine

Pl1IL0SOPHY

II.

7. Is there any type of follow-up on your
programs to insure lmplementatlon?

IV.

3. After presentation does your program
provide for specific implementation
procedures?
_ Always

Optional day pay
Early release
Professional !eave
Tuition matching funds

_Other~~~~~~~~~~~

_Other~~~~~~~~~~~

7. Do you see a growth or decline In the use
of staff development in your district?

gr~Jth

_
_
_
_

1. Before staff development programs are
created, are needs assessments used with
staff?
_ Always
_ Sanetlmes
_ Never

6. Other than staff development, what
responsibilities do.you have?

~

6. What Incentives do you hav, _J involvestaff In staff development programs?

4. Are your programs evaluated by staff after
presentation?

Always
_
_

Sometimes
Never

5~ Rank the fcl!O'~lng In order c! the fundi~g
~aurce for progr~lfs !n your district~
:rt ~ut ~ppiicdb!e, p1ease ieave biar.ki.
_ Building-based funding
_ Central office funding
_ Staff need (upon request>
_ Required district provided funds
_ Non-required district requlred funds

_

-

Grants <Source>--- - - - --

Other

3. What percent of your staff !s actively
Involved ln continual staff development?
_
_

0-25%
26-50%

~
~

51-75%
76-100%

4~ Dn };ou have specitlc written goa!s foe
(:;..._ ;

5~~; ~ ~t!~{;ivt"t•J1."U'- t-'" U~L0m5 ?

Yes

No

5. Do your staff development programs focus

on long-term or short-term go~is?

_
_
_

Long-term
Short-term
Canblnation of both

u,

°'

~

6. De i;C,it t'rngr ams r ef l ect curr ent trends

STIIFF

and changes in education?
·1es .

V.

No

OUTGO(llE.S

~

,.

.. De yo!J. have written ? projected; ~)utcon:-es
for your start development programs?
_Yes

No

2. Rank the following outcomes !n order Gf
lmpoE lance to your staff development
programs.
Student earning Increases
·-·- St.~t f ah !ity i ncreases
Other~~~~~~~~~~

Thank you for taking a few mlnut~s out

DE.VELOPmt:nT ;

of yoor busy :schedu ie to i3nswer these
qiuestlons. Please return thi s questionnaire
as soon as prn3sibie ln th,? envelope provided.

I

Thank you aga:i n for your he Ip.

Other~~~~~~~~~~

VI.

tl~TIVITIE.S

AB C D E f GH I J O l 2 3 4 5 6 7 8 9

1. ~~at activities are used to make your
staff development programs effective?
In-service
Seminars
_ Work.shops
Retreats

'.

Dear col Ieague,
· I am conducting a questionnaire study t
canpare the staff development programs lri
actual practice wJthln school dlstrl~ts in
Vashlngton w!th programs rectlllllended· through
literature. This study ls being conducted l
partial fulfillment of the requirements for
the Master of Ecrucatlon Aaoinlstratlon

Other~~~~~~~~~~

Degree.
Your response, as a leader In this area

Other ~~~~~~~~~~

will be extremely valuable. Each

ls there any ether !r.formatlon you would l!ki
to Include concerning your staff development
programs?

quest I onna I re has been coded ior data
co!lect!on P'Jrposes only. The responses wil

be treated as confidential and under no
.: circumstances wlll any districts be
ldent lf led.
•• ihank you for your cooperation. It Is
greatly appreciated. Please canplete thls
questionnaire and place it In the mall by
June 27. 1991.

,,
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